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ABSTRACT 
The success or failure of any company is greatly determined by the way its employees perform. 
This study was set to examine the effects of training on employee performance in manufacturing 
sector at Eagle Vet Kenya Limited (EVK).  The main objective was to find out how on the job 
training, off the job training, coaching and job rotation affects employee performance in the 
manufacturing sector. The study was descriptive in nature. The respondents in the company were 
divided into Top Management Staff, Supervisors Staff and Operational Staff. The study targeted 
a total of 185 respondents constituting 8 top Management Staff, 13 Supervisors Staff and 35 
Operational Staff. Questionnaires were the instrument used for data collection. Data was 
analyzed using SPSS and finally data presented in the form of frequency distribution tables, pie-
charts and bar graphs.  The study found out that on the job training affect the performance of 
employees within the manufacturing industry as this is shown by the 60% of the respondents 
who strongly supported. The study also found that off the job training was a major factor that 
affected the performance of employees in the manufacturing industry as indicated by 58% and 
29% of the respondents. The study further found that job rotation affected the performance of 
employees in the manufacturing industry as this was shown by 80% of the respondents who 
strongly agreed. Finally, the study found out that coaching greatly impacts employee 
performance within the manufacturing industry as indicated by 59% and 27% of the respondents. 
The study concluded that each and every factor considered in this study affected the performance 
of employees within the manufacturing industry. The study therefore recommended that the 
management of Eagle Vet Kenya Limited (EVK should invest in various forms of on the job 
training, partner with higher learning institutions to benefit from off the job training, develop a 
robust job rotation program for its employees.  
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OPERATIONAL DEFINITION OF TERMS 
Training   It is a planned way of developing and instilling certain desired knowledge, 
   skills and attitudes aimed at enhancing an individual capacity to perform  
   at his or her respective job or work station (Alwekaisi, 2015). 
Development   Is a broad ongoing multi-faceted set of activities (training activities  
   among  them) aimed at bringing someone or an organization up to   
   another threshold of performance, often to perform some job or a new  
   role in the future (Alwekaisi, 2015). 
Performance   The accomplishment of a given task measured against pre-set known  
   standards of accuracy, completeness, cost, and speed (Falola,  
   Osibanjo & Ojo, 2014). 
Productivity   It is the capacity of a person, machine, factory in converting inputs into  
   useful outputs (Falola et al., 2014). 
Human Resource Management Is the way organizations manage their staff and help them  
   to develop in order to be able to execute organizations’ missions and  
   goals successfully (Ajibade, & Ayinla, 2014). 
 Human Resource Development Is the integration of individual, career and organization  
   development roles in order to achieve maximum productivity, quality,  
   opportunity and fulfillment of organizations members as they work to  
   accomplish the goals of the organization (Ajibade et al., 2014). 
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CHAPTER ONE 
INTRODUCTION 
1.0 Introduction  
This chapter highlights the background of the study, the statement of the problem, objectives 
of the study which helps to formulate the research questions. It also covers the significance of 
the study and its limitation that are likely to be experienced during data collection and finally 
the scope of the study. 
1.1 Background of the study 
Competition for market access for majority of organizations has recently increased due to 
changes in the external factors such as globalization, changes in technology, political and 
economic environments. Therefore, this has seen the need to train and equip employees with 
certain skills to adapt to the ever evolving market thereby performance is realized. In recent 
years, there has been tremendous growth of business knowledge and skills within the 
corporate world. It is worth noting that, the development of human resources has been crucial 
towards the growth of various industrial skills in addition to the latest technology as well as 
the factors of production. Each and every organization has the responsibility to develop and 
implement proper training programs so as to improve the job performance of their employees. 
It is evident that in order for an organization to achieve sustainability in its goals, it is 
important for them to optimize the employees’ contribution. Therefore, the need for sufficient 
supply of manpower that is technically competent and has the capability to grow into 
valuable assets in the organizations is something managers need to implement (Afshan, 
Sobia, Kamran & Nasir, 2015).  
Organizations, therefore, need to evaluate their structure and align it to its human resource 
management so as to achieve its objectives and organizational goals. Organizations in most of 
African developing countries have been faced with numerous difficulties due to improper 
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human resources. This may partly be attributed to the different kinds of problems faced in 
Africa, such as, political instability, corruption, poor infrastructure, diseases and famine, low 
levels of education and purchasing power (Afshan et al,. 2015). 
The quality and frequency of training carried out in most organizations vary greatly from 
organization to organization. According to a research conducted by Alwekaisi (2015), the 
quality of training activities is affected by the degree of change in the external environment, 
the rate at which internal change occurs, availability of sustainable skills within the current 
workforce and the degree to which management embrace training as a tool in motivating its 
workforce at work. Training does not have an end and organization ought to understand that 
training is a continuous process which all its employees must participate without ceasing. 
Whenever an organisation hires new staff whether fresh from college or experienced 
employees whom have undergone various training in their previous jobs or institutions, still 
they ought to be inducted or grained as per the new organisation culture and way of 
operations.  
Both large and small organizations need effective staff for smooth operations of the 
organisation. The learning institutions do not train for specific position in certain industries 
but rather impact general skills and knowledge in particular industries. Very Few employees 
possess the desired skills for specific task and roles. It is imperative that many employees 
need extractive training to attain the necessary knowledge, competences abilities and skills so 
as to contribute positively towards the growth of the organization (Dzamesi, 2014).  
According to Wachira (2014), the growth of Barclays Bank in Kenya (BBK) was as a result 
of employee training. She posits that, the bank has achieved competent staffs that are able to 
take more responsibilities and perform at the same time as a result of training activities 
carried out by the bank. This has enabled them to realise their growth agenda. This was 
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supported by a study by Otuko, Chege & Douglas (2013) where various training programs 
implemented by Mumias Sugar Company realised positive results on the performance of their 
employees.  
At Eagle Vet Kenya Limited, what is becoming more crucial is the need to increase the 
production capacity as well as minimise wastage in the manufacturing sector and this can 
only be achieved through employee training. The technology in the manufacturing industry is 
changing so fast that the sector experience workforce and occupational out-datedness. 
Employees at Eagle Vet Kenya Limited (EVK) need to attain high competency levels and 
develop their knowledge and skills so as to increase their flexibility and effectiveness on the 
job.  
1.2 Statement of the Problem  
Manufacturing sector in Kenya and especially the private sector should adopt various training 
programs to improve the performance of their staff so as to cope with the dynamic market 
environment. An organization cannot downplay the important role training has had in 
enhancing employee performance in various organizations.  According to Falola et al., (2014) 
a skilled workforce is an essential requirement for the growth of the African developing 
economies. He also notes the need for training especially in fields such as engineering, plant 
and machine operators since such technical skills need to be nourished in Africa so as to 
balance it economic growth and infrastructure.   
However, some people perceive training as being burdensome, placing significant obligations 
and requirements on the resources of businesses (Business Day, 2015:3). Others feel that 
training is not being conducted properly as its role in mitigating the level of skills in the 
society is not seen. This is mainly because most institutions have failed to communicate the 
benefits of training to companies aggressively hence creating a gap between training program 
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and employee training needs. Therefore, its effect is felt when one wants to facilitate 
performance in the manufacturing sector as one will find it hard to do so. This has advance 
implications on the growth of the manufacturing industries (Iqbal, Ahmad & Javaid, 2014). 
The effects attributed to training on employee performance in the manufacturing industry has 
not been substantially investigated and documented. This is in spite of the significant 
contribution of this sector to economic development. Training activities have been shown to 
be unreasonably low. In this industry, the success of the manufacturing industries is thus 
dependent on the caliber of its employees and how effective they are trained in order that they 
help the organization achieve its objectives. This study seeks therefore to fill the knowledge 
gap that exists by investigating the effects of training on employee performance in the 
manufacturing sector (Iqbal et al., 2014). 
1.3 Objectives of the Study 
The general objective of the study is to investigate the effects of training on employee 
performance in the manufacturing sector. 
1.3.1 Specific Objectives  
The specific objectives of this study are to: 
i. To examine the effect of on-the job training on employee performance in Eagle Vet 
Kenya Limited  
ii. To determine how off-the job training affect the performance of employees in Eagle 
Vet Kenya Limited  
iii. To explore the effects of coaching on performance of employees at Eagle Vet Kenya 
Limited. 
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1.4 Research Questions  
This study seeks to answer the following questions. 
i. To what extent does on-the job training affect employee performance at Eagle Vet 
Kenya Limited? 
ii. To what extent does off-the job training affect employee performance at Eagle Vet 
Kenya Limited? 
iii. To what extent does coaching affect employee performance at Eagle Vet Kenya 
Limited? 
1.5 Justification / Significance of the study  
1.5.1 Management of Eagle Vet Kenya Limited 
The study will benefit the management of Eagle Vet Kenya Limited (EVK) by helping them 
understand the need for training and therefore draft policies aimed at enhancing the skills and 
knowledge of its employees to boost their capacity as manufacturers. 
1.5.2 Government and other Institutions 
The study will also be of importance to the Government as they will be able to understand the 
various methodologies of training and how they can implement in respective parastatals so as 
to enhance performance of its employees.  
1.5.3 Other Researchers 
The study will also benefit other researches and academicians as it will not only fill the 
knowledge gap but also provide insightful information on the positive effects of employee 
training and job performance within the manufacturing sector. 
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1.6 Scope of the study  
This study is only restricted to Eagle Vet Kenya Limited. The study believes that this would 
give good representation to generalize the findings. This will provide adequate population 
and sample for the study to generate reliable results and findings. The study will run from the 
month of February 2018 to April 2018. 
1.7 Chapter Summary 
This chapter has presented the background to the study, statement of the problem, objectives 
of the research and research questions, study significance and the scope of the study. 
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CHAPTER TWO 
LITERATURE REVIEW 
2.0 Introduction  
This chapter discusses the related literature on training and employee performance under 
study. It also presents the theoretical Literature review on effects of job training on employee 
performance. Additionally, it presents the conceptual framework and chapter summary.  
2.1 Review of Theoretical Literature  
Training is an important tool in achieving increased performance of employees. This section 
presents the various theories related to employee training and its effects on employee 
performance.  
2.1.1 Social Learning Theory 
The theory posited that training and learning is influenced by person’s self-efficacy and his 
ability to successfully learn new skills which can be influenced by encouragement, oral 
persuasion, logical confirmation, and observation of others (Trmal, Bustamam, & Mohamed, 
2015).This theory explains the importance of apprenticeship as well as coaching where 
trainees tend to learn from their masters through observation and practicing them on site.  
The trainees learn huge amount of skills and knowledge from their master which they apply 
to their current work places to enhance productivity of the organization. According to Trmal, 
Bustamam, and Mohamed (2015) the social behaviour of a person can be moulded by the 
people you surround yourself with. In this theory, the social aspect of the trainees is the focus 
where they impacted certain organizational behaviour that is in line with organizational 
culture. When trainees adopt the right culture, the organization is in a better position to 
realise its goals and targets. Therefore, the importance of social learning is quite clear in 
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enhancing overall organizational goals as this has proved trivial in creating necessary 
supports for its employees to attain certain results for the company (Trmal, et al., 2015). 
2.1.2 The Resource-Based Theory  
This theory postulates that by attracting and retaining competent employees an organization 
is able to gain competitive advantage over other organizations as well as identify relevant 
training for them to improve their capacity for improved performance. The effectiveness of 
training and learning programs greatly depends on the structure of the job related knowledge 
and skills, capability, competencies and behavior that are vital for overall performance which 
invariably is capable of influencing organizational success (Jayakumar, & Sulthan, 2014). 
Employees are one of the main resources that an organization has at its disposal. Investing in 
the right employees means an organization has a major resource it can use in achieving its 
organizational goals be it in the short term or long term (Jayakumar et al., 2014). This is why 
organizations are encouraged to invest in talent management and talent acquisition because 
this helps organizations to fill gaps in case an employee leaves the organization for another 
company or its competitor hence to avoid leaving a gap. Some of this strategies often 
encourage the employees because they feel the organisation recognises their input hence it 
becomes a competitive advantage for the organisation. 
2.1.3 The Human Capital Theory  
According to Manning, (2015) organizations that take their employees through training are 
considered to have made an investment in human resources (HR). Through training assets 
such as knowledge and skills are created. These assets then in turn increase the productivity 
of the employee. Schultz argues that the skilled human resource is able to acquire such 
through training programs or reinventing the current programs through well factored on-the 
job training programs in an organization. Jayakumar et al., (2014) proposes that under human 
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capital theory people's varied attributes form the organization capital and investment in such 
earns the organization returns that return.  
In this theory, employers need to invest in specific training programs and create more 
promotion opportunities to enhance employees' career path prospects. Sung and Choi, (2014) 
proved that managerial training is relatively effective when he postulated his meta-analysis 
theory of managerial training effects. He was of the idea that the sole aim of training in any 
organization was to bolster the employees’ capabilities and organizational performance. He 
further stated that, through investing in training of its employees, an organization realises 
more productive and effective employees which is an investment to them hence an asset too.  
2.2 Empirical Literature Reviews 
2.2.1 On-The-Job Training  
Majority of the employees in any organization mostly benefit from the on the job training 
programs rolled out. Good on the job training programs within an organization enables 
employees to perform their work much better as they get to improve their knowledge on the 
job and performance as well hence they form solid candidates for promotion when it arises 
within the organization. Through on the job training, employees tend to learn how to cope up 
with new changes within the organization as their confidence is increased as well. This in 
turn increase the level of job satisfaction and recognition amongst its employees in the 
organization since most of employees personal requirements are met thereby eliminating the 
tension and fear employees have in trying new duties and responsibilities (Treven, Treven, & 
Žižek, 2015). 
According to Subba (2015), on the job training has become one of the avenues of developing 
well-trained and competent workforce especially with the increased number of job openings 
in the advanced manufacturing industry as the demand for competent workers has been on the 
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rise in the manufacturing industry despite the high rates of unemployment being witnessed 
around the country. The essence of on the job training is clearly seen in the manufacturing 
industry as this helps to generate new workforce that replaces the aging workforce that 
frequently goes on retirements hence a key factor as far as human resources is concerned 
(Subba, 2015). 
However, there still exist skills gaps in all age groups due to the rapid change in technology 
across the manufacturing industry hence the need to invest in more of on the job training. 
Subba (2015) argues that small manufacturers find it hard to recruit and train new workers on 
the job due to the limited resources at their disposal and tight production schedules. Larger 
manufacturing firms on the other hand can higher well trained and experienced employees 
since they have resources to entice experienced professionals to join their firms.  
Most manufacturing industries are now resorting to partnerships with colleges and other 
institutions as a strategic tool to meet the demand of specific economic manufacturing sectors 
so as to narrow the skills gap in the labour market and improve their performance in their 
organizations. When employers engage in on the job training, most of them receive 
incentives as reward for provision of such trainings to employees as they help in bridging the 
knowledge and skills gap of specific fields. The possibility of also retention of well trained 
and skilful employees is much high for such companies (Subba, 2015). 
For instance in 2012 to 2013, the Boeing Company funded the Boeing Manufacturing On-
the-Job Training Project. Conclusions drawn from findings was that of employee and 
employer as one was able to deduce best practices under the on the job training model. Also 
from the project, conclusions were made as OJT model was found to be the best method in 
developing the careers of fresh graduates who are just leaving college as well as those 
workers developing strong relationships with their employers. This model can also be of help 
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to organization as they are in a position to hire manpower cheaply and retain workforce that 
show potential of career advancement within a specific role or job category. When such 
organizations engage their employees on OJT, then they are able to provide tailored training 
to specific people in specific job groups or positions and thereby achieve well skilled 
workforce in the desired areas within the organizations. This method guarantees a continual 
cycle of training graduates throughout the organizations (Subba, 2015).  
Employers get sponsored and the cost associated with offering OJT to trainees absorb by 
most learning institutions or the government for the duration the trainee is attached to the 
company. The size of the organization determines the amount the government or learning 
institution provides these companies with a subsidy. For instance in Kenya, the government 
through the workforce act has created an environment where on-the-job training becomes an 
obligation for private and public institutions to engage in the countries workforce 
development. In addition, the Government of Kenya (GoK) has set laws laid down to ensure 
a budget is set aside for on the job training such that all employees are entitled to training 
irrespective of their origin and thereby creating an equal field of opportunities for without 
marginalization.  This has proved to be essential in most nations as those who are 
unemployed or rather just finishing college get to access opportunities fast as already they 
poses necessary skills  thanks to on-the-job training. However, most organizations feel 
discouraged in participating in this type of training since most procedure entails a lot of 
bureaucracy that scares employers (Government of Kenya, 2015). Job instruction technique 
and job rotation are the common forms of on-the job training methods (Diamantidis, & Chatzoglou, 
2014).   
2.2.1.1 Job instruction training. 
This is a form of on the job training where learners are expected to follow key steps one after 
the other in order to accomplish specific task. This technique requires the ability to influence 
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the behaviour of the trainee to accomplish key task by following the laid down steps. This is 
mainly applicable for the machine operators within the manufacturing sector (Diamantidis, & 
Chatzoglou, 2014).   
2.2.1.2 Job rotation  
This involves internal shifting of employees such that an employee can move from being in 
sales department and joins the warehousing department. They can also shift from production 
department to quality control department etc. Through this planned movement of employees, 
human resource are able to reduce cases of boredom within a specific job station, encourage 
career development for its employees, induct new staff recently employed in the organization 
and create exposure of its employees to various work environments. Through job rotation an 
organization is able to reduce the costs associated with training and enhance performance of 
its employees as they would now be flexible to assume any role, well-motivated and poses 
vast knowledge and skills thereby bringing about creativity and effective communication 
skills (Diamantidis et al., 2014).   
According to Edward (2015, p. 74) job rotation infers to the situation where employees 
change jobs i.e. form one job to another and thereby improving the employees performance 
and success of the organization. Others view it as the short duration in which new staffs 
executes a new role. This form of training is another form of job specialisation as it is mainly 
focussed on specific management positions. Jobs that are closely related are the once job 
rotation are applicable to them for example an employee in the accounts payable could be 
rotated with a person in accounts receivables and vice versa (John Pappajohn Entrepreneurial 
Centre). Job rotation can be viewed in varied dimensions which have proven to be vital to 
many organizations. This involves the calculated movement of personnel from one job station 
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to another considering their capabilities to improve and work towards the betterment of the 
organization. 
The purpose of job rotation in most organizations is tailored to meet specific needs of the 
company when they move staffs between different jobs over a period of time. Job rotation 
involves a planned movement of employees between jobs without necessarily leaving a 
particular job so as to get job satisfaction elsewhere as this is achieved within the same job 
since the organizations provides avenues for restructuring and job enrichment using job 
rotation. Ongalo and Tari, (2015) argues that through job rotation, new unemployed staffs get 
a chance to get employed when the already employed staffs leave for training as a result of 
job rotation.  This same notion of job rotation where employees get to move from one job to 
another is also upheld by (Paat & Rumokoy, 2015). Job rotations are just restricted within the 
same level as there is no promotion involved. From the above scholars, it is clear that they are 
in total agreement about the meaning of job rotation and its importance to the performance of 
any organization. They all are in tandem that job rotation entails the movement of personnel 
form one job station to another job station within the organizations.  
Ongalo et al., (2015) views job rotation differently as to a type of training in which a totally 
new employee gets employed in the position and the affected employee is moved out of the 
organizations and assigned different tasks.   According to Bennett (2014), there a two types 
job rotation: Within function rotation – this involves movement of personnel between jobs 
whose responsibility and functionality are similar or rather resemble each other. Cross 
functional rotation – this involves movement of personnel within the different organizations 
departments over duration of time. However, the differentiating factor in this type of job 
rotation is that personnel get to be rotated within different departments whose responsibilities 
and roles are totally different or varied functionality. This type of training enables the 
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organization to assess its talent pool within the organizations and finally make proper 
decisions on who suits where.  
According to Eriksson and Ortega (2014) proposed 3 theories as to why organizations opted 
for job rotation in their daily operations. Employee learning – through job rotation, 
personnel gain wide knowledge and skills in each section they have been through as they get 
to learn what is required of each position or role in the organization. For instance, juniors 
employees are prepared to be senior managers in the organization by undergoing through 
inter-functional job rotation as they are able to understand more on how the organization 
operates as an entity rather than when they only concentrated on their department.  An 
organization is also able to achieve higher efficiency through intra-functional job rotation 
since the personnel in such departments are able to be re-assigned across different roles so as 
to achieve organizational/department targets. However, this is only possible for employees 
with sufficient experience since without experienced employees such undertaking could 
costly to the organization.  
Employer learning-this theory is of the idea that, through job rotation, the employer gains 
useful information regarding his/her employees. The employer will be in better position to 
know which roles and positions suite which employees so as to achieve maximum 
performance (Eriksson & Ortega, 2014). The employer is able to gather crucial information 
on his/her employee’s capabilities. It helps the organizations to evaluate the section of 
employee’s performance that an employer can exploit general abilities of the employees and 
with such information; an employer can develop a structure for promoting his/her workers. 
The relative benefits of job rotation are higher when the organization has little information 
regarding the abilities of its employees and when the organization is involved in tasks in 
which the returns are a priori more uncertain.  
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Employee motivation –through job rotation, employees get over activities that are boring 
and tiresome hence are always actively involved in the new activities and as a result, they get 
motivated to perform their duties as their new roles are always interesting to engage in 
(Eriksson & Ortega, 2014).  
Through job rotation the brand image of an organization is greatly improves especially in the 
current competitive market since all employees are concerned with their job security. When 
the human resource opts to adopt internal recruitment as opposed to external advertising and 
recruitment, organization is able to enjoy a more satisfied and motivate personnel hence 
bolstering the corporate image of the organization as well as a sense of employment security 
for the employer. This security achieved as a result of motivated employees decreases the rate 
at which employees leave the organization in such of greener pastures.  Most employees 
appreciate when the organizations use internal movement to develop their workforce as this 
eventually builds a strong external corporate image of the employer (Eriksson et al., 2014). 
2.2.2 Off-The-Job Training Method 
According to Teck-Hua & Catherine, (2015) off the job training methods expose its 
employee’s to different environment from the normal job stations and these help employees 
to gain morale for work when they resume work since this type of training helps in shaping 
new positive attitude and loyalty to their respective works and overall to the organization they 
work for. Off the job training further enhances the capacity of the employees to speak, listen 
and write well as this skills are sharpen through such trainings.  
Treven et al., (2015) argued that majority of organization use off the job training methods 
since they viewed on the job training as being inadequate to their organizational needs. He 
explained further that organization prefer this type of training especially in situations where   
the management need its employees to be trained quickly and prepare them for the task ahead 
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that are urgent and need to be done. Also he argued that organizations prefer this type of 
training as it only requires one trainer to impart the same training to all its employees at a go. 
He however noted that off the job training has limitations that cannot be avoided as the 
trainee is required to remember and apply what he was theoretically trained onto the work 
station he/she works Treven et al., (2015). 
Despite the numerous limitations associated with off the job training, this type of training has 
found its application being appreciated by many organizations. It is quite common to send 
promising employees with managerial skills to executive training programs in various higher 
learning institutions and other groups for further training. In these trainings, the young talent 
or rather promising mangers get to interact with experienced managers in their respective 
fields where they get to learn different ways to approach different situations within the 
organizations (Gunnigle, 2014). 
According to Mishra and Smyth (2015) most of the apprenticeships programs used in the past 
were mainly off the job training or block release. However, there have few research done of 
the various forms of off the job programs in contracted entry-level training. They also found 
that trainees in off the job training programs preferred a high degree of structure and huge 
amounts of social interaction. They also found out that distance learning was not a good 
means of learning for young trainees entering the market.  He however found that face to face 
classes improved the social interaction of the trainees hence improving their confidence and 
means of expression (Mishra & Smyth, 2015).  
Just as the type of training suggests, employees get or acquire skills and knowledge away 
from their normal work areas as they focus completely in completing their training areas. 
This has gain popularity compared to on the job training due to the inadequacy of on the job 
training. Determining who will practice as the trainer and what methods will be used are 
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difficult decisions. Hence, this is provided away from the immediate workplace. Thus might 
be at a specialist training center or at the organization training room. It may be used for 
example to train 13 employees in the use of new equipment and new method or to bring them 
up to date with changes in the law (Ajibade & Ayinla, 2014). 
Belfiore, M. et al. (2014) argues that sound learning principles should always be used and 
that the trainer should have knowledge of such learning principles as feedback, transfer of 
learning, whole versus partial learning and motivation. He continued to say that feedback is 
necessary for learning to occur and individuals learn faster when they receive immediate 
feedback on their performances. They include: 
Special Courses and Lectures – it is the most common type of off-the-job training where 
training of trainees is solely based on an agreed curriculum designed by the organization or 
rather the learning institution. Therefore majority of organization sponsor their employees to 
attend such trainings (lectures and coursework). This type of training has proved to be 
effective in delivering skills and knowledge to a large group of trainees at a go hence low 
costs of training as majority of the costs are shared amongst trainees (Belfiore et al., 2014).   
Conferences and Seminars – this type of training is effective for industry specialists 
professionals as it involves lots of brainstorming on various aspects related to their field of 
work. Through these sessions, trainees present their ideas and views towards particular topics 
affected their areas of work. They also offer suggestions as well as recommendations for 
different scenarios they are presented with in these sessions (Belfiore et al., 2014).    
Selected Reading – to achieve this type of training, organizations have gone an extra mile to 
set up research centers within their organizations such that their workforce can be updated 
with the  new technologies in the market that affects their work directly or indirectly. At the 
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end, they achieve a workforce that is well conversant with market trends (Belfiore et al., 
2014).   
 Case Study Method – This type of training involves a real situations or circumstances within 
an organization that has posed as a challenge to the owners where trainees are trained to 
identify and diagnose problems facing the organization and come up with alternative 
solutions. The trainer presents the trainees with problem where they tasked to brainstorm 
trying to develop the root cause and come up with appropriate alternative cause of action. 
This help the trainees understand and familiarize themselves with the possible challenges 
they are likely to face in their specific line of duty (Belfiore et al., 2014).    
Programmed Instruction/Learning – it mainly involves the use of formal channels with 
prescribed information in which the trainer wants the trainees to acquire. This is inform of 
journals and hardcopy handouts containing relevant information in which trainees go through 
by themselves to acquire knowledge and skills applicable to their work station (Belfiore et al., 
2014).   
Brainstorming – here the trainees engage their minds to develop and present various possible 
solutions to a particular problem without criticizing the others response to the same problem. 
They finally review the various opinions presented and chose the most probable cause of 
action keeping in mind costs effectiveness of the response as well as its feasibility (Belfiore 
et al., 2014).   
Role-Playing - Role playing primarily involves employee – employer relationships, hiring, 
firing, discussing a grievance problem, conducting a post appraisal interview, disciplining a 
subordinate, or a salesman making presentation to a customer (Belfiore et al., 2014).   
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Vestibule Schools - The information presented to the trainees is normally clerical problems 
that the organization has been facing where the trainees are required to analyze the problems 
and propose the solutions within a short period. The trainees thereafter are evaluated based on 
responses they gave on certain challenges facing the company and feedback communicated 
(Belfiore et al., 2014).   
 Multiple Management – Came into practice in 1932 when McCormick realized that by 
setting up a junior board staff just like he would for a senior board staff to his organization 
and presenting them with the organization challenges, they are in a better position to generate 
better solutions which the senior directors found useful to their problems they faced. It may 
be near the work place or away from work, at a special training center or a resort; conducting 
the training away from the work place minimize distractions and allows trainee to devote 
their full attention to the material being taught (Bin Atan et al., 2015). 
2.2.3 Coaching  
Coaching is type of training where the more experienced and knowledgeable employees 
coach the new employees. Coaching has numerous advantages especially when it comes to 
the development of responsibility and capacity building of individuals. This type of training 
is mainly done for the new employees or rather fresh graduates in the organization where 
they are assigned a coach/mentor who might either being their immediate supervisor or 
manager. Coaching employees plays an important role in enhancing performance as well as 
increasing productivity. Hence organizations are in a better position to compete with their 
competitors quite easily in the market (Sung & Choi, 2014). 
According to Swart et al., (2015) employee competencies are greatly influence by the 
coaching program in place. He argued out that coaching does not only improve the 
employees performance in the current job but equips them with right knowledge, skills and 
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attitude that will be required later on the future jobs yet to come within the organization thus 
contributing to competitive nature of the company. Swart et al. (2015) considers coaching as 
an elaborate means of breaching skill and performance gaps as a means of improving 
employee performance. Swart et al., (2015) argues that by implementing good coaching 
interventions within the organization the performance gap is greatly bridged. Through 
coaching, employees are able to work efficiently and hence easy to realize organizations 
objectives more competitively.  
This type of training refers to a scenario where a manager is attached to a professional 
consultant for duration of time with the aim of instilling skills to the manager so as to gets 
his/her performance rising. This type of training is mainly aimed at individual as opposed to 
groups or teams hence different from other types of training. An organization can only realise 
overall performance only when a large number of its personnel have undergone coaching.  
An organization must first embrace the coaching culture so as to give coaches an ample time 
to improve performance of their organization (Voegtlin, Boehm & Bruch, 2015). 
Majority of organizations lack the right resource in terms of skills and knowledge to succeed 
especially in areas of top management positions. Leadership is one of the major concerns for 
most organizations in the current economy since they have not developed a proper leadership 
programs and succession plans hence the need for coaching so as to prepare its employees for 
such roles in the organizations.  Both skepticism and hope have a say when it comes to 
coaching. On one side, getting their employees coached so as to develop key leadership skills 
for the betterment of the organizations is much appealing however on the other hand; such 
programs are highly expensive and hard to determine its success. When organizations want to 
make transition of leader such as promotions or external duties, retain performing employees; 
get performance back when it is off truck and to help assess their career potential then they 
use coaches to achieve these objective for their organizations. In some incidences, 
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organizations focus coaching to improve certain business skills for instance coaches can be 
employed to improve productivity of employees by being coached on various organizational 
skills (Voegtlin et al., 2015). 
Coaches have always been external but organizations now embrace this type training to 
influence performance of their employees. The number of managers and leaders appreciating 
the importance of coaching has really increased. Approximately 16% of organizations depend 
on internal coaches to coach their staff (Institute of Executive Development [IED], 2006). 
Internal coaches have received challenges due to the cost associated with such training. 
Internal coaching refers to a scenario where an employee suggested by the organization 
receives skills development from the coach directly so as to shape and sharpen the skills of 
the employee in order to deliver the set organizational objectives and targets and at the same 
time achieve professional growth. Other people such as team builders, consultants (internal), 
and trainers play the same role or rather activities that resemble those performed by coaches. 
However, they are not coaches as per its definition since they mainly work with teams and 
define targets organizationally. The role of internal coaches has recently grown and their 
importance widely appreciated by many multinationals among them is IBM, Layne 
Christensen, Lehman Brothers, TIAA/CREF, State Street Bank etc (Voegtlin et al., 2015). 
Florence M. Stone (2015) notes that heightened productivity is one of several benefits 
attained through coaching interventions. Coaching employees help employers realize 
reductions in cost and better profits margins in various steps in the manufacturing processes.  
2.3 Summary and Research Gaps 
This research framework reviews the literature and gaps between training as a tool to enhance 
performance of employees. This research has considered the performance of employee as the 
dependent variable and on the other hand considered training as independent factor. The 
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development of employees is mainly attributed to the level of training offered to its 
employees. Through training, employees gain knowledge and skills to perform their jobs 
hence enhancing the capabilities and competency of its workers. These capabilities and 
competencies prove to be key when it comes to the overall performance and success of the 
organization (Eriksson & Ortega, 2014). 
The attitude and behaviour of employees is greatly improved through training programs 
which may include workshops thereby instilling a sense of seriousness in all employees. 
Through Off-the-job training employers get to impact the performance of several workers as 
opposed to a single employee. This type of training uses lectures, soft copy materials and 
ploys to enhance the capacity of employees towards delivering the organizational goals 
(Eriksson & Ortega, 2014). 
Through On-the-job training employers are able to impart knowledge and skills to its 
employees in specific areas related to their specialisations. Government, labour laws and 
culture serve as intervening variables. The performance of a certain workforce in terms of 
productivity and results output are resultant factors of training invested by the employer. 
Therefore, an employer achieves higher returns through an effective workforce and minimal 
wastages of organizational resources (Eriksson & Ortega, 2014). 
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2.4 Conceptual Framework  
A conceptual framework generally refers to a model of presentation which allows the 
researcher to present the relationships between the study variables thus showing the 
relationships both diagrammatically and graphically (Alwekaisi, 2015). 
Figure 2.1 Conceptual Framework  
Independent Variables      Dependent Variables 
 
 
  
 
 
 
 
Source: Author (2017) 
Through on-job training, employees are able to understand the operation of specific machines 
or task particular to their area of operations such as, operation of a specific machine. 
Through off-the job training, employees are able to gain valuable knowledge and skills 
relevant to particular industry. This equips employee with general knowledge on how specific 
industries operate. 
Coaching is very important to employees in leadership positions. With coaching, employees 
are trained on how to run a department or rather a production area where supervisory is 
On-job training  
 
Off-the-job training  
 
Employee Performance  
 Quality of Work 
 Innovative Thinking 
 360 degree feedback 
 Individual goals 
 Management by Objectives 
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needed. Through coaching, employees greatly improve their performance as they get to 
understand the system of operation in the organization. 
Job rotation is key in improving employee performance. Employees learn different skills 
when they are rotated in between sections in the manufacturing sector. It also reduces 
boredom in between work shifts thereby increasing the performance of employees as they 
concentrate on each new assignment.  
2.5 Operationalization of Variables 
Table 2.1 Operational Framework   
        Parameters   Independent Variables       Dependent Variables 
           
 
 
 
 
       
 
 
       
Source: Author (2017) 
 
2.5.1 On-job training 
On the job training is one of the major tools that organization’s use to train their future staff. 
This helps in increasing employee’s skills and productivity thus motivating them. During 
induction, most organizations offer on-job training to help equip the employees with the tasks 
ahead. This becomes a competitive advantage for the organization.  
 Seminars and 
conference 
 Special courses and 
lectures 
Off-the-job training 
 Internships 
 Job rotation 
 Mentoring  
 Conducting survey  
Coaching  
On-job training 
 Quality of work 
 Innovative 
Thinking 
 Individual goals 
 360 degree 
feedback 
 Management by 
objectives 
25  
 
2.5.2 Off-the job training 
Organizations use this type of training in situations where the management has introduced a 
new system or software in the organization and they want their staff to familiarize themselves 
with the new systems. 
2.5.3 Coaching 
Coaching enhances increase in employee productivity. Most organizations offer coaching to 
new staff in the organization during induction so that the employees are aware of what is 
expected of them. They are always assigned someone in the organization who monitors their 
progress to see to it they are fully conversant with their work.  
2.6 Chapter Summary 
The researcher has reviewed literature related to the different study variables such as On-job 
training, Off-the-job training, Coaching, Job rotation and how they positively impact the 
output of employees in the manufacturing sector. The chapter has also presented the works of 
other authors in related to the research topic discussing the theoretical and conceptual 
framework of this study elaborating the various connections of the independent factors of the 
study. 
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CHAPTER THREE 
RESEARCH DESIGN AND METHODOLOGY 
3.0 Introduction  
The details of the procedures that will be used in conducting this study would be covered 
below in order of: research design, target population, sample size, sample and sample design, 
data collection and data analysis methods. Thereafter conclude with substantial factors that 
would be considered while conducting this study. 
 3.1 Research Design  
Research design is the overall strategy that one employs in conducting a research in the 
various fields hence it ensures the research problem has been addressed effectively. The 
research adopted descriptive research design. Descriptive research design deals with 
answering the following questions: where, who, when, what and how related with a certain 
research problem (Pride and Ferrell, 2016). This enables the researcher to critically evaluate 
the situation within the study area at that time. Pride and Ferrell, (2016) describe a case study 
as an in-depth study of a particular research problem rather than a sweeping statistical survey 
or comparative inquiry. The design enables researcher to scale down a wide field of study to 
a more researchable population. The researcher was therefore able to get information on the 
effects of training on employee performance at Eagle Vet Kenya Limited. 
3.2 Target Population  
The study will target 185 members of Eagle Vet Kenya Limited situated in Nairobi. The 
study will focus on the following categories: top management staff, supervisors and the 
operational staff as shown in the table below: 
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Table 3.1 Target Population 
Group                                        Target Population             Percentage 
Top Management Staff             26                                        14 
Supervisors Staff                       44                                        24 
Operational Staff                      115                                       62 
Total                                         185                                      100 
Source: Author (2017) 
3.3 Sample and Sampling Technique 
The researcher adopted a stratified random sampling technique to gather representative 
sample of the population. The researcher developed the following categories:  top level 
management, supervisor staff and the operational staff.  
A sample size is part of the population selected to give an overall view of a specific pollution 
with a research scenario (Garson, 2015). For a population not exceeding 1000 people, a 
sample of 30% is enough to represent the whole population. 
Using proportionate sampling, the sample size consequently comprised 8 top level 
management, 13 supervisors and 35 operational staff to make a total of 56 employees as 
shown in the table below. 
Table 3.2 Sample Size 
Category                                  Target Population           Sample Size     Percentage 
Top Managers Staff                  26                                      8                       14.3 
Supervisors Staff                      44                                      13                     23.2 
Operational Staff                      115                                    35                     62.5 
Total                                         185                                    56                     100% 
Source: Author (2017) 
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3.4 Instruments 
The research utilized questionnaires as the main instruments. The questionnaire will be 
administered on the particular groups of interest to gather their opinions on the effects of 
training on employee performance in the manufacturing sector. The questionnaires would be 
physically dropped in the offices of the respondents and picked after one week. The 
researcher will make a follow up in order to get a good response by making personal visits, 
telephone calls to ensure respondents fill the questionnaires. This will ensure the data 
collected will be a good representation of the study.  
3.5 Pilot Study 
In order to determine the accuracy and precision of the research instruments, a pilot study of 
10 respondents was selected which was different from the target population as this ensured 
that the data collected was reliable as well as the questionnaires. The researcher issued 
introduction letters which illustrated the aim of the study.  
3.5.1 Validity 
Validity according to Gall, (2015) refers to the extent in which a specific tool achieves what 
is intended to. To ensure validity of the research instruments to be used in collecting data, the 
researcher will ensure that the questionnaire would be submitted to the supervisor to check 
for validity and access the relevance of the questions and context of the study.  
3.5.2 Reliability 
Reliability according to Pride and Ferrell (2016) will be the degree to which a research 
instrument would yield consistent results after repeated trials. Reliability of the 
questionnaires will be tested through a pilot study in which the questionnaire will be pretested 
to a sample group similar to the actual sample. This will be important to finding out any 
deficiencies in the questionnaire and rectifying them before actual questionnaire will be 
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issued out. The random sample will ensure that all the respondents get an equal chance of 
participating in the final study.  
3.6 Data Collection Procedure 
Primary data will be collected using a questionnaire covering the effects of training on 
employee performance in the manufacturing sector. The questionnaire will contain both open 
and closed ended questions. The open-ended questions will be used to limit the respondents 
to given variables in which the researcher will be interested, while unstructured questions 
would be used in order to give the respondents room to express their views (Pride and Ferrell, 
2016). 
Secondary data would be gathered from existing information from recognized sources and 
selection of literature that would proof essential and relevant. The data would be collected 
from Library textbooks, Internet, Journal and Magazines. 
3.7 Data Analysis and Presentation 
The data collected from the research will be analysed quantitatively using frequency counts 
drawn in tables. This will be presented in terms of tables depicting the responses of the 
respondents as will be illustrated under chapter four and five. The data will also analyse using 
descriptive statistics mainly employing the Likert scale where a scale of 1-5 was adopted. 
3.8 Ethical Consideration  
The researcher sought prior authorization from the management of Eagle Vet Kenya Limited 
(EVK) to carry out the research and collect data to ensure safety and rights of either party are 
not infringed. The researcher assured confidentiality and anonymity in regards to the 
company data provided. The respondents will not be coerced to give any feedback outside 
their jurisdiction will.   
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3.9 Chapter Summary 
This chapter has presented the design of the research the researcher will use in this research 
as well as target population and procedures to be used in arriving at the sample size for the 
research. It also highlights the data collection procedures and methods of analyzing the 
collected data. 
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CHAPTER FOUR 
RESEARCH FINDINGS AND DISCUSSIONS 
4.0 Introduction 
In this chapter, the researcher illustrates the findings of the study. The researcher ought to 
establish effects of training on employee performance in the manufacturing sector: A case 
study of Eagle Vet Kenya Limited. The study mainly focused on employees of Eagle Vet 
Kenya Limited (EVK) under the following categories: Top Management Staff, Supervisors 
Staff and Operational Staffs. The findings of the study were as presented in the following 
sections. 
4.1 Presentation of Research Findings  
In this section, the major research findings are presented as follows.  
4.1.1 Response Rate 
Table 4.1: Response rate 
Category                                  Frequency        Percentage 
Returned                                   53                      95   
Not Returned                            3                        5 
Total                                         56                      100 
Source: Author (2018) 
Figure 4.1: Response rate 
Source: Author (2018) 
Returned 
95% 
Not Returned 
5% 
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The target sample size of the study was 185 respondents and according to table 4.1 and figure 
4.1 above, 95% of the respondents filled their questionnaires and returned them while only 
5% of the respondents did not return the questionnaires. Therefore the research was 
considered successful as the researcher was able to get 95% response rate.  
4.1.2 Gender Distribution  
Table 4.2 Gender distribution of the Respondents 
Gender                                  Frequency        Percentage 
Male                                       32                      60  
Female                                   21                      40   
Total                                      53                      100 
Source: Author (2018) 
Figure 4.2 Gender Distributions of the Respondents 
 
Source: Author (2018) 
From table 4.2 and figure 4.2 above, it is seen that the majority 60% of the respondents were 
male while 40% of respondents represented females.  
 
 
 
Male, 60% 
Female, 40% 
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4.1.3 Age Distribution  
Table 4.3 Age Distribution Table  
Age                                  Frequency (Full Years)        Percentage 
21 – 35 years                   35                                            66 
36 – 45 years                   11                                            21                    
46 – 55 years                   6                                              11                   
56 – 65 years                   1                                              2                    
Total                              53                                             100 
Source: Author (2018) 
Figure 4.3: Age Distribution of the Respondents 
 
Source: Author (2018) 
From table 4.3 and Figure 4.3 above it is seen that the majority 66% of the respondents were 
between 21 to 35 years, 21% were between 36 to 45 years, 11% were between 46 to 55 years 
and 2% were between 56 to 65 years. From the above findings, it can be concluded that the 
company has a young and energetic employees who can be trained to rise up the leadership 
ladder of the company. 
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4.1.4 Education Background of Respondents 
Table 4.4 Education Background Distribution Table  
Education Level                         Frequency        Percentage 
Certificate                                    8       15  
Diploma Level                             31                      58 
Degree Level                               12                      23 
Master’s Degree                           2                       4 
Total                                            53                     100 
Source: Author (2018) 
Figure 4.4: Respondents Education Background Distribution  
 
Source: Author (2018)  
From table 4.4 and figure 4.4 above, the majority of the respondents (58%) had diploma 
qualification, 23% had degree qualification, 15% were certificate holders and only 4% had 
Master’s Degree. We can conclude that the company has well educated who can easily be 
trained to improve their capacity further.  
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4.1.5 Position Held at Eagle Vet Kenya Limited 
Table 4.5 Distribution of Respondent’s Positions at Eagle Vet Kenya Limited  
Position                                    Frequency        Percentage 
Top Level Management            9                        17 
Supervisor                                 15                      28 
Operational Staff                      29                      55 
Total                                         53                     100 
Source: Author (2018) 
According to Table 4.5 above, it can be seen that the majority 55% of the respondents were 
operational employees, 28% of the respondents were supervisors and only 17% of the 
respondents were top level managers. 
4.1.6 Length of Service at Eagle Vet Kenya Limited 
Table 4.6 Length of Service Distribution Table of the Respondent’s  
Length of Service                       Frequency        Percentage 
Less than 3 years                          12                      23 
3 – 5 years                                    31                      58 
5 – 7 years                                    7                        13 
7 years and above                        3                         6 
Total                                           53                       100 
Source: Author (2018) 
Figure 4.5: Length of Service Distribution of the Respondents  
 
Source: Author (2018) 
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From table 4.6 and figure 4.5 above, it can be seen that the majority 58% of the respondents 
have worked in the company for 3 -5years, 23% of the respondents have worked for less than 
3years, 13% of the respondents have worked for 5-7 years in the company while only 6% of 
the respondents have worked for 7 years and above in the company. It is therefore worth 
noting that the company boosts a more experienced workforce.  
4.1.7 Descriptive Statistics 
Descriptive statistics inform of frequency distributions tables were used to examine the 
dependent and independent variables of the research project.  
4.1.7.1 Effects of On-The Job Training on Employee Performance 
Table 4.7 Frequency Distributions of On-The Job Training 
No.       Statement                    Percentage 
                                               Strongly   Agree    Neutral     Disagree Strongly     TOTALS 
                                                Agree (1)   (2)         (3)             (4)           Disagree (5) 
                                                                                            
1. On-the job training affects 
    employee performance.         60             33           5             2                      0               100 
2. On-the job training reduces  
    wastages in production.         75              24           1             0                      0               100 
3. On-the job training enhances 
    Job satisfaction among 
    employees.                             63              29           5             3                      0               100 
4. On-the job training reduces  
    accidents at work place.       80               17          2             1                      0                100 
Source: Author (2018) 
The researcher sought to find out whether the respondents appreciated the impact of on the 
job training on their performance.  From table 4.7 above, we can see from the findings that 
the majority 60% of the respondents strongly agreed that on the job training affects employee 
performance, 33% agreed that on the job training has a significant impact on employee 
performance, 3% of the respondents chose to remain neutral   and only 2% of the respondents 
disagreed that on the job training had effect on employee performance. 
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The researcher also sought to find out whether on the job training had significant effect in 
reduction of wastages in production. From table 4.7 above, it is clear that the majority 75% of 
the respondents strongly agreed, 24% agreed that through on the job training, wastages in 
production is greatly reduced while 1% of the respondents remained neutral on the above 
statement. None of the respondents disagreed nor strongly disagreed with the above 
statement.  
The researcher went further to establish whether on the job training had impact on enhancing 
employee job satisfaction. From table 4.7 above, the majority 63% of the respondents 
strongly agreed, 29% of the respondents agreed with the above statement while 5% of the 
respondents remained neutral to the subject matter and only 3% of the respondents disagreed 
that on the job training had impact in bringing about employee job satisfaction. 
Finally, the researcher sought to establish whether on the job training reduces accidents at 
place of work. From table 4.7 above, it can be seen that the majority 80% of the respondents 
strongly agreed, 17% of the respondents agreed that on the job training helped in reducing 
accidents at workplace, 2% of the respondents were neutral and only 1% of the respondents 
disagreed with the above statement. 
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4.1.7.2 Effects of Off-The Job Training on Employee Performance 
Table 4.8 Frequency Distributions of Off-The Job Training 
No.       Statement                    Percentage 
                                                Strongly   Agree    Neutral     Disagree    Strongly   TOTALS 
                                                    Agree (1)   (2)         (3)             (4)              Disagree(5) 
 
1. Off-the job training affects     58             29         11             2                   5               100 
    employee performance.                             
2. Off-the job training has           70             20         5               4                   1               100 
    Improved my industrial 
    knowledge and skills 
    related to my work. 
3. Off-the job training has          65              30         4              1                    0               100 
    Improved my social skills 
    Within the organization. 
Source: Author (2018) 
The researcher sought to find out whether the respondents appreciated the impact of off the 
job training on their performance. From table 4.8 above, we can deduce from the findings that 
the majority 58% of the respondents strongly agreed that off the job training affects employee 
performance, 29% agreed that off the job training has a significant impact on employee 
performance, 11% of the respondents chose to remain neutral   and only 2% of the 
respondents disagreed that off the job training had effect on employee performance. 
The researcher also sought to find out whether off the job training contributed to 
enhancement of industrial knowledge and skills related to specific job areas. From table 4.8 
above, it is clear that the majority 70% of the respondents strongly agreed, 20% agreed that 
off the job training has a great influence in enhancing industrial knowledge and skills at their 
place of work while 5% of the respondents remained neutral on the above statement. 4% and 
1% disagreed and strongly disagreed respectively in regards to the above statement.  
Finally, the researcher sought to establish the effect of off the job training on employees 
social skills within the organization. From table 4.8 above, it is clear that, the majority 65% 
of the respondents strongly agreed, 30% of the respondents agreed that off the job training 
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really improved their social skills at their place of work, 4% of the respondents chose to 
remain neutral on the above statement while 1% of the respondents were in disagreement 
with the fact that off the job training helped in improving social skills at their respective place 
of work. 
4.1.7.3 Effects of Coaching on Employee Performance 
Table 4.9 Frequency Distributions of Coaching  
No.       Statement                    Percentage 
                                               Strongly  Agree    Neutral     Disagree    Strongly    TOTALS 
                                                 Agree (1)   (2)         (3)             (4)           Disagree (5) 
 
1. Coaching affects                59               27         12              2                 0                        100 
employee performance.      
2. Coaching has increased     61               20          10              7                2                        100 
my understanding of  
different organization 
operations. 
3. Coaching has equipped      68               29         3                0                0                        100 
me with necessary knowledge 
and skills to make better 
decisions regarding different 
incidences at my current 
place of work. 
Source: Author (2018) 
 
The researcher sought to find out whether the respondents appreciated the impact of coaching 
on their performance. From table 4.10 above, we can deduce from the findings that the 
majority 59% of the respondents strongly agreed, 27% of the respondents agreed that 
coaching affected the performance of employees at Eagle vet Kenya Limited, 12% of the 
respondents chose to remain neutral on the above subject matter and only 2% of the 
respondents disagreed that coaching affected employee performance. 
The researcher also sought to establish whether coaching increased employees understanding 
of different organization operations. From table 4.10 above, it is clear that, the majority 61% 
of the respondents strongly agreed, 20% of the respondents agreed that coaching increased 
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employees understanding of different organization operations, 10% of the respondents chose 
to remain neutral in regards to the above statement while 7% and 2% of the respondents 
disagreed and strongly disagreed respectively that coaching helped employees in increasing 
their understanding of different organization operations. 
Finally, the researcher sought to find out whether Coaching played a major role in equipping 
employees with necessary knowledge and skills to make better decisions regarding different 
incidences at their current place of work. From table 4.10 above, it is clear that, the majority 
68% of the respondents strongly agreed, 29% of the respondents agreed that coaching 
equipped them with necessary knowledge and skills to make better decisions regarding 
different incidences at their current place of work while 3% of the respondents chose to 
remain neutral in regards to the above subject matter. None of the respondents disagreed nor 
strongly disagreed with the above statement. 
4.2 Limitations of the Study 
This study is limited to Eagle Vet Kenya limited a small private manufacturing company 
based in Nairobi Kenya and its selected small sample size. Therefore, there is need to conduct 
further research in other companies such as service industries or rather big manufacturing 
companies to explore the extent to which training affects employee performance so as to 
compare the results.  
4.3 Chapter Summary  
4.3.1 General Information  
In all 56 questionnaires which were distributed only 53 represented by 95% were completely 
filled and returned for analysis. 5% of the questionnaires were not returned for analysis and 
therefore were not analyzed. The majority of the respondents were male represented by 60% 
and female were 40% of the respondents. Majority of the respondents were between 21-35 
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years which was represented by 66%, followed by 36 -45 years at 21%, 46 -55 years at 11%, 
56 -65 years were represented by only 2%. Majority 58% of the respondents were diploma 
holders, 23% of the respondents had attained a degree qualification, 15% of the respondents 
were certificate holders and only 4% of the respondents had master degree. In regards to 
various positions within the organization, the majority 55% of the respondents were 
operational staffs, 28% were supervisors and only 17% of the respondents were top level 
managers. On length of service, the majority 58% of the respondents had worked for 3-5 
years, 23% have worked for less than 3 years, 13% have worked for 5 – 7 years and 6% of 
the respondents have worked for 7 years and above.  
4.3.2 On-the Job Training 
The majority 60% of the respondents said that on the job training affects employee 
performance while only 2% indicated that on the job training did not affect employee 
performance within the manufacturing sector. 75% of respondents were of the idea that o the 
job training reduces wastages in production, 63% of the respondents also strongly agreed that 
on the job training enhances job satisfaction and 80% of the respondents strongly agreed that 
on the job training greatly reduced number of accidents at work place.  
4.3.3 Off-the Job Training 
The majority 58% of the respondents stated that off the job training affected employee 
performance in the manufacturing industry while 2% of the respondents were in contradictory 
with this statement. 70% of the respondents also stated that, through off the job training 
employees got amass sufficient industrial knowledge and skills related to their work. 65% of 
the respondents were also of the opinion that through off the job training, employee’s social 
skills were greatly improved. However 1% of the respondents did not agree with the above 
statement. 
 
42  
 
4.3.4 Coaching 
The study found out that 59% of the respondents strongly agreed that coaching affected 
employee performance in the manufacturing industry while 2% of the respondents disagreed 
with this statement. 61% of the respondents were of the strong opinion that coaching led to 
their increased understanding of different organization operations but 7% and 2% of the 
respondents disagreed and strongly disagreed respectively with this statement. The majority 
68% of the respondents strongly agreed with the statement that coaching enabled them to 
acquire skills and knowledge which has greatly helped them during decision making process 
within the organization. 
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CHAPTER FIVE 
SUMMARY, RECOMMENDATIONS AND CONCLUSIONS 
5.0 Introduction    
Conclusions, findings and recommendation are done here. The study sought to investigate the 
effects of training on employee performance in the manufacturing sector.  The study was 
focused at establishing the effect of on the job training, off the job training, and coaching on 
employee performance within the manufacturing sector.  
5.1 Summary of Findings 
This part and section entails the summary of the findings. 
5.1.1 On-The-Job Training 
This objective examined effects of on the job training at Eagle Vet Kenya Limited. The study 
revealed that on the job training affects the operations of Eagle Vet Kenya Limited. Further 
the study indicated that on the job training programs within an organization enables 
employees to perform their work much better as they get to improve their knowledge on the 
job and performance as well hence they form solid candidates for promotion when it arises 
within the organization. Also, employees tend to learn how to cope up with new changes 
within the organization as their confidence is increased as well. This in turn increase the level 
of job satisfaction and recognition amongst its employees in the organization since most of 
employees personal requirements are met thereby eliminating the tension and fear employees 
have in trying new duties and responsibilities. Additionally, on the job training is clearly seen 
in the manufacturing industry as this helps to generate new workforce that replaces the aging 
workforce that frequently goes on retirements hence a key factor as far as human resources is 
concerned 
 
44  
 
5.1.2 Off-The-Job Training  
This objective examined effects off the job training at Eagle Vet Kenya Limited. The study 
revealed that off   the job training affects the operations of Eagle Vet Kenya Limited. Further, 
off the job training  expose its employee’s to different environment from the normal job 
stations and these help employees to gain morale for work when they resume work since this 
type of training helps in shaping new positive attitude and loyalty to their respective works 
and overall to the organization they work for. Additionally off the job training enhances the 
capacity of the employees to speak; listen and write well as this skills are sharpen through 
such trainings.  
5.1.3 Coaching 
This objective examined effects coaching at Eagle Vet Kenya Limited. The study revealed 
that coaching affects the operations of Eagle Vet Kenya Limited. Further, Coaching has 
numerous advantages especially when it comes to the development of responsibility and 
capacity building of individuals. This type of training is mainly done for the new employees 
or rather fresh graduates in the organization where they are assigned a coach/mentor who 
might either being their immediate supervisor or manager. Coaching employees plays an 
important role in enhancing performance as well as increasing productivity. 
5.2 Conclusions   
Training of employees has been depicted as one of the ways through which the 
management can enhance the performance of the organization. Through the research the 
researcher found out that employee performance is attributed to training of employees as 
it regulates waste of resources by the staff, it enhanced quality of products as standards 
became adhered to, improved competencies as employees became aware of what is 
expected of them and also through this it improved customers satisfaction since quality of 
the production were maintained and the staff were competent enough. 
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5.3 Recommendations 
This study did not conclusively carry out the research due to different limitations, but it is 
open for further research in this particular area in order to come up with appropriate 
solutions to upcoming challenges. The researcher recommends that further study should 
be done in this area more especially whether close training leads to customer satisfaction 
(Eriksson & Ortega, 2014). 
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APPENDICES 
APPENDIX 1: INTRODUCTION LETTER 
Dear Respondent 
REF: REQUEST TO UNDERTAKE A RESEARCH 
I am an undergraduate student at the Management University of Africa. As part of the 
requirement for the award of the degree in Management and Leadership HR Option, I’m 
undertaking a research on examining the “Effects of Training on Employee Performance in 
the manufacturing sector”.   
I am requesting for organisational support in providing information in response to the 
administered questionnaire so as to enable me complete my coursework in Human resource 
management. Your assistance in this matter will be highly appreciated. All information 
gathered will only be used for research and none shall be disclosed to anyone outside the 
company. The data will be treated with strict confidentiality. 
Thank you for your co-operation.   
 
Yours Faithfully,   
 
Elizabeth Mwelu Kasingu 
BML/10/00313/1/2015 
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APPENDIX II: QUESTIONNAIRE 
The following questionnaire is anonymous and any information provided herein will be for 
RESEARCH PURPOSES ONLY and will be treated with utmost CONFIDENTIALITY. 
Please tick as appropriate by marking (√) 
 SECTION A: BASIC DEMOGRAPHIC DATA  
1. What age are you? (Complete Years)  
 a) 21 – 35 [   ]  b) 36 – 45 [   ]  c) 46 – 55 [   ]  d) 56-60 [   ]  
2. Gender   Male  [     ]    Female  [     ]  
3. Whats your educational background;  
  High School [   ]   Diploma Level [   ]  Degree Level [  ]  
  Master’s Degree [   ]     
4. Which position are you in at Eagle Vet Kenya Limited?  
 Top Level Management  [   ]  
 Supervisor    [   ]  
 Operational staff    [   ]  
5. How long have you been working with Eagle Vet Kenya Limited? (Complete Years) 
 3 or less    [   ]   3-5 years  [   ]  5-7 years [   ]   7 years and above [   ]  
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SECTION B: ON-THE JOB TRAINING ON EMPLOYEE PERFORMANCE 
6. State the extent to which you agree to the following statements in regards to on-the job 
trainings and employee performance at Eagle Vet Kenya Limited.  
Using a scale of 1-5 where 1- Strongly Agree, 2-Agree, 3-Neutral, 4-Disagree and 5-Strongly 
Disagree. 
 
No.     Statement                           Strongly   Agree    Neutral     Disagree    Strongly     
                                                      Agree (1)     (2)            (3)             (4)          Disagree (5) 
 
1.  The organization offers 
attachment and job rotations. 
2. Does the attachment offer 
employee performance been  
effective? 
3. Does the organization retain 
employees after attachment? 
4. Does job rotation improve career 
Development? 
5. On the job training does affect  
Employee performance? 
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SECTION C: OFF-THE JOB TRAINING ON EMPLOYEE PERFORMANCE 
7. State the extent to which you agree to the following statements in regards to off-the job 
trainings and employee performance at Eagle Vet Kenya Limited.  
Using a scale of 1-5 where 1- Strongly Agree, 2-Agree, 3-Neutral, 4-Disagree and 5-Strongly 
 
 No.    Statement                          Strongly    Agree     Neutral       Disagree       Strongly     
                                                      Agree (1)     (2)            (3)              (4)               Disagree (5) 
 
1. The organization offers 
Seminars, conferences and  
lecturers. 
2. Do the seminars, conferences  
and lecturers offers employee 
performance been effective? 
3. Has the organization set aside a 
Budget for seminars, conferences 
And lectures for its employees? 
4. Do seminars, conferences and  
Lecturers improve career  
Development? 
5. Off the job training does affect 
employee performance. 
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SECTION D: COACHING ON EMPLOYEE PERFORMANCE 
8. State the extent to which you agree to the following statements in regards to Coaching and 
employee performance at Eagle Vet Kenya Limited.  
Using a scale of 1-5 where 1-Strongly Agrees, 2-Agree, 3-Neutral, 4-Disagree and 5-Strongly 
Disagree. 
 
No  Statement Strongly 
Agree(1)                              
Agree 
(2)
Neutral 
(3)  
Disagree 
(4)  
Strongly 
Disagree(5) 
1 The organization offers 
mentoring to its employees 
     
2 Do the mentoring offer 
employee performance 
been effective? 
     
3 Does the organization 
conduct survey? 
     
4 Does mentoring improve 
career development? 
     
5. Coaching does affect 
employee performance 
 
     
10. What problems do you face with regard to training within your organization? 
…………………………………………………………………………………………………
………………………………………………………………………  
11. Please specify any ways you think training in your organization can be improved. 
…………………………………………………………………………………………………
………………………………………………………………………  
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APPENDIX III: RESEARCH PLAN 2018 
DUTY /MONTH  March 2018 April 2018 September 2018 
Topic Selection    
Discussion    
Project Writing    
Presentation of Project    
Data Collection    
Data Analysis    
Final Report Writing    
 
 
 
